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MH'ORAIffiHS-i F®s Director of Central Intelligence 

SUBJECT : Injector General's Qttrvay of the Junior Officer 

Training Progra® 


1. At the epeclfic request of the Deputy Director for Support 
and the Director of Training, this Staff has Just conducted a survey 
of the Junior Officer Training Program. The results of this survey 
are in c orporated In the attached r epor t submitted for your considera- 
tion and a p pro v al. 

2. Although the survey of this Progress noted several specific 
deficiencies which should he c o rr ected , the Director of training 
lias done an exc e lle nt Job is the establishment of the Program and 
the developacnt of its basic concepts. The P ro gram ima clearly 
denocs t ra t od the effectiveness of this type of •g y » ^ ach to the pro- 
curement and career development of prafaMlanal pcrsoan et l to fulfill 
the Agency's needs. The JOT trainees inducted under this Program 
have proven to be outstanding employees and it is the consensus of 

a majority of Agency executives that the Progran be ©qpended 

to provide additional perscmal of this calibre. A planned program 
of gradual expansion is inoli*lM in this survey report* 

3. Attached for your signature is a aanomaflUM to the Deputy 
Director (Support) requesting that he provide you with his coraaents 
on the Im pl ement ing re c o c c wad a t ione is this report no later than 

1? March 1956. 

i/?/. In* KrUttrt 


Distribution: 

Original - DCI 
1 - DDCI 

1 - m/s 

I. 1 - Dir. of Training 


XyaoB B. Kirkpatrick 
Inspector Qeneral 
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JUNIOR CEETCER TRAX8UC PSQGRAM 

i. purpose, scope AS) 

A. Ttiia report siaanariwas tha results of a survey of the Junior Officer 
Training Program (herainafter referred to «• the JOT Program) requested b y 
tho Deputy Director (Support) end the Director of Training. This survey iian 
eacoEtyassed all major aspects of the JOT? Pragma iwti tiding the authority 
for its errtobli alsncnt , the policies, concepts, and procedures g oveniing its 
conduct, an appraisal of its effect imms sod the desirability of expansion 
to aceaciaodate a greater share of the Agency’s professional personnel needs. 
During the survey interviews were held with a rapreeenfaKtive cross section 
of JOT trainees and graduates and several Agency executives were queried to 
obtain their evaluation of tha effectiveness of the Program and its partici- 
pants. 

B« The JOT Program was created in Bbratbcr 1950, coincident with the 
establishment of the Office of Training as a separate entity. Its eetakLioh- 
nent uae predicated on a recognition of tha Agency's seed for a planned 
systematic method to effect the recruitment, training end placement of 
professional personnel in the interest of the devwlcgaaent of a career cadre 
of Intelligence Officers of the highest calibre. As originally visualized, 
these individuals were to constitute an Elite Corpe” and although this 
concept of the Program has been temperad and modified during the four and 
one-half years of its existence there is still a tendency to regard jot 
trainees and graduates as an outstanding group of individuals in ccejparicou 
to other professional personnel in the Agency. The growth of the Program 
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since its inception is impreoelve and the Director of ffcalaJsg should he 
coociended for his ef fo r t s In the devoLesgatait of the sound basic concepts 

m : 

which govern tlie Proems today* It has provided the Agency* with lOe 
professional Intelligence Officers of the highest calibre and the perforrjanee 
of these individuals during their training and Buosaqusnt penagnent assignment 
is almost unanimously categorized, as outstanding. 'She rate of attrition of 
JOT candidates has been loser than the Agency's average .rate of attrition 
for professional personnel (4*7 per cent annually for JOTs as opposed to 
0.4 per cent annually ft* the Agency)* Shis attrition rate Is considered 
too high, however, in view of the calibre of JOT's and the time and effort 
spert in their processing „ 

C. The success of the JOT Progress has clearly dsoonstrated that planned 
recruitment, training and placoacnt on the basis of careful pre-eimplayxaent 
selection and screening is entirely feasible and dictates the desirability 
of a revision and expansion of the JOT Program Into a such broader program 
for the long range procurement and career dawelespaenfc of Agency profcasioml 
personnel. Accordingly, this report contains an outline for tlie gradual 
transition and expansion of the JCED Program into an Agency Career l knagenent 
Program' based cm a forecast of the Agency's estimated professional peraouuei 
needs and governed by qualifications criteria to be established by each of the 
Agency's three major components. This plan is divided into two phases. 

Phase I involves the redesignotlan af the Progrw» as the "Agency's Career 
Management Progreea, the establishment of Agency regulatory issuances 
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outlining the objectives and concepts of the Program as well as intna -Agency 
responsibilities for its conduct, and includes the eatahlistoeart of a T/0 
ceiling of 200 position under the administmtioa and direction of the 
Director of Training. Phase II will be l a pl rmsnte d when the success of the 
expanded concept inherent la Phase I has bean appraised by the Inspector 
General and involves the consolidation of the personnel and training function 
into one Office of I’ersocael a usd Training. Initially under Phase II, the 
rate of recruitment should be equivalent to 50 par cent of the Agency's 
average smuafL attrition for professional personnel test subject to incrcaoe 
as experience dictates. (See lection III.D. , Rsge 30). 

D. Coincident with the expansion and revision of the current JUI Program 
as outlined in this report, action s h ou ld be taken by the Deputy Director 
(Support), Director of Training and the Director of Fmpaoamftl to correct 
certain deficiencies including i 

1. A lack of an official Agency s t a tement of policy and objectives. 

2. Insufficient use of "consultant spotters" in educational insti- 
tutions in the selection of likely cand i dat es. 

3. Lack of uniform standards to govern initial recruiting interviews. 

4. Agency sponsorship of military service with resultant possibilities 
of aabarroBsaertt and fact that the attrition in the military group is 
unusually high. 

5. lack of emphasis on the recruitment of nan~Cauoaaian candidates . 

6 . Inadequacies of present JOT Division in tame of sise end 

knowledge of Agency operations. — : 
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7. Beed for forecast of tentative Agency parefteaslooel personnel 
needs to govern recrui taaa fc practices; «ai 

6* The fact that as presently constituted the career development 
axs>octe of the present JOT Program sods whan the trainee is firally 
assigned* 

II. RECOt^EgaaTIOSS 

A. General 

It is rgftxMut eiidffld , | that the Di recto r of ftstel be 
in recognition of the significant ecccsapilshraapts inherent in the 
growth and success of the JOT Pragma fren Its inception to its 
present status as the fired; effective career development os cheal 
in the Agency. 

B. Deficiencies 

i * Certain deficiencies were noted la the p re sent j or Program 
during the survey end should be corrected coincident with the ex- 
pansion recaaaended in this repo rt . It is reoaaaendod that: 

a. -Sie BD/s instruct the Director of Training to prepare 

y 

an Agency regulation defining the purposes and Objectives of tlw? 
new expanded Career Management’' Progma (formerly the JOT Program), 
establish its scope, and define Agency responsibilities for its con- 
duct as outlined in Section m.c., Bag* l4, of this survey report. 

«® B ‘ oval ^f^ocaweodaUoos in this report, 

the Director of T raini n g prepare a written brief for these consultants 
which will define their functions in detail. These instructions should 
be agplenented by specific briefing at the mat Washington acetic of 
the consultants . (See ftage 15) 
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c. Hie Director of Training and the Director of Personnel 


Jointly establish uniform written standards to govern the recruitment 
approach to prospective caq^Loyoes. (See Bags 1 6) 

d. The DCI direct that Agnsgr sposeorahip of the M i l itary 
service of draft eligible JOT candidates be tend n e tte d; if such 


termination is not approved, than Agency recruiters should be given 

precise and dedaire instructions that such apoasonhip is not to be 

7 L-, Ar " O'.,/ C' 0 - • 

cosjBidcred as a rewar d ftor accepting Agency employment. (See rage 17) 
e» The Director of Training place eagihasis chi the 

selection sod recruitment, of non-Caucasian trainees for inclusion in 
the Program; ouch action to be pr e d i c at ed on clearly established prior 
requireneots. (See Page 17) 


f, •Bam DCI direct the estsbliabaent at quotas to govern the 
recruitment of career trainees for each of the three major components 
of the Agency, 1*#., SD/V, J»/S end H>/l; stash quotas to be directly 


proportionate to the p r of e ssi onal attrition rote of each component. 
(See Page 19 ) ^ 

g. The Director of Training, on the basis of factors gained 


during the conduct of the Program thus tax, establish a maxim aa period 
of training with the option of extension to acecrano&ate training in 
unusual foreign laagu ages or specialised area orientation. (See Pago 21) 
c. KyagfiT^iOD "*•" ' ‘"i y ,.»■ c- . 

1. The transition and expansion of the pr e sent JOT Program as 
outlined in this report is to be aacoapiiidhed in two s e par a t e phases, 
lamenting reqoomendati,ons arm aa follows: 
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a. jtgge I t It la roocawaafl ad that: 

(X) The Director of Training ami the Director of Personnel 
Jointly develop written tentative forecast* of the profeoaiatal per- 
sonnel needs of each of the three aajar Agency components and that this 
forecast be used insofar ets possible to govern the future recruitment 
of JOT candidates for on taganrlert career drvelcgnant program. ( 3 eo iage 26 ) 

( 2 ) the Director or Deputy Director authorise an increase 
to 200 positions of the 100 po sition T/O now authorised the jot Praeram 
to accommodate the increased nwfter of txataeee, and that the current 
arranosoent for the temporary double slottiz^ of career graduates be 

C./fi%sAiA .I ' f\ v K /i ' ' v } *; 

continued. (See Page 26) /,,x ' r< ^ ■* /•< . 

( 3 ) as present T/O of the JOT Division in OCR be increased 
by five positions, three individuals of professional cradc to be selected 
one each from the offices of the W /B, HJ/P and mfl on the basis of 

their experience end taovleflee of those caa p aam tm ox*\ the ruaaiainj 

'.A 

two to provide necessary clerical support* (Bee Page 27) 




(h) She preeent T/O of the Assessment and Evalua 


- vn 


Branch of 0 ® be increased by t wo profeeeicral and «* clerical positions 

(':> S \f--t jy^f K. : 

to abaca* the added work load* (See Page 27} t 1 -' ' - 



( 5 ) The Junior Career Developnent Program be tenaimt^: 

and its career AcveO/jporct al salon absorbed by the envaadod JOT *ogrw.i. 
(see Page 28) ^ : 3 c ^' K '' f 

(6) The present JOT Program be ramped the Agency Career 
^•fenafisment Program’' and the new name be adapted by the present JOT 
Division in 09 ®. . (See Page 2$) 


■y 1 


. f 
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b. Phase XI : It is reccansaded that: 

(I) Subject to a reappraisal of the effectiveness of 
Phase I by the Inspector General, further expansion of tie Career 
Mana^aocut Program be oomidarad as follows: 

(a) Consolidation of the Office of Training aal the 


Office of Personnel into one central Office of Personnel and Training 
to be headed by one director with deputies Sat its two principal functions. 

(b) The creation of a Career Management division in the 
new office to aesuoe reaporoibility for all aspects of the Agency ' c career 


aan a gera es nt function including re crui tment, psychologionl assessment and 


evaluation, consultation and guid a nce , pla o e aent and subsequent career 


development- 


(See Page 30) 


r» - A '*• ■'*- ''"-V 

/a. J 4 V -A . u7 • / ’ - 


in. Diaguaeiow 


A. Bistogy of Program 

1. The origin of the Junior Officer Training Program coincided 
with the establishment of the Office of Training as a separate Agency 
component by General Whiter Bedell Smith, farmer DCI. Thi basic ele- 
raoatB of the Program were inherent in the first statement of functions 
of the new Director of Training which was approved by the Deputy 
Director for Administration in Sovenher 1950. The criteria for the 
recruitsonfc, training and placement of professional personnel on a 
career basis as enunciated in that basic statement have served, with 
minor modifications, as the framework for the creation and development 
of the JOT Program as it exists today. Inherent in the origiml con- 
cepts of the Program and In accordance with the wishes of the farmer 


DCI, was the establishment of an Elite Corps’ of highly qualified 
and highly trained professional Intelligence Officers destined to mi 
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top level executive positions in the Agency. Subsequently the 
pitfalls ' involved in the creation of an "Elite Corps' ' were rec- 
ognised and tills categorisation ha a been de-«®fcasizcd in recent 
years, although this concept still exists in the winds off the current 
JOG? trainees. 

2 . s*» progress sa»io by the Director of graining is the dcvelop- 
neot of the JOT Program during the past four and ane-belf years Is 
highly creditable. The translation of a s i n g le concept of recruitment, 
training and career dentil qprasnt as m garaaaad in a "statement of functions 
into a program which has provided the Agency with 1B2 professional em- 
ployees of the highest calibre la a formidable accosglisteient. During 
the period from the inception of the Pr o gram to 1 Septccfcer 1955, 231 
JOT frcgrwa trainees ware eoplcyed by the Agency* Of this total, **9 
resigned far various reasons. 2Ms is an average a nn u a l attrition rate 
of *u7 per cent as caB&>aro& to an Agency average annual professional 
attrition rate far the nsae period of 6.h per cent. The «KH? Prograu 
attrition rate is thus less them the Agency* a, but is still considered 
too high in view of the time ami effort asgsnflsft in their processing 
and the standards of quality governing their selection. 

3* As of 31 August 1955, the distribution of JOT Program trainees 
and graduates among the throe principal caqpooents of the Agency was as 
follows: Clandestine aerviewa oggaBiiBstioo - 85; DD/l - ^3; and ro/s - 11 
(A total of 13 were unasadgaad. ) Ztoarlng the survey a review was made 
of the evaluations of JOT trainees by siQarvlsars in these three com- 
ponents. These evaluations ware uniformly high and wore substantiated 
In general terms by interviews bald with several caqpooenfc heads during 

. 8 ■ 
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the marvey. The Program and the peorfonaaoee of JOT Prog rm trainees 
and graduates arc held la the highest esteoeu Many rec-pcaasihle A genc y 
executives are of the opixtiaa that the Program «houM he «a q p yifi^ and 
csg ft a al s a d as the principal recruiting watihairfan of the Agency for the 
EFOcureoenfc of yrafeBoioml p cr sccael . A general hs®trc^ai<ai of compe- 
tence, poise and assurance was ctotaiawd from the personal interviews 
conducted during the mxtwy, Many JOT P rag m a trainees iwra 
over responsible positions in the Clandestine Searrioeo area divisions 
during their t ra i n i ng asaleotaaoto. Their perfaeawace in training courses 
has bean consistently above that of aagarlepeod Agency a&Xay&en. 

B * B^y^tweat, graining, and Placqaent 

a. The recruitaasat prog rw a of the JOT Bct«rwu 2»s been designed 
to locate and acquire young men asl woacn of exceptional talents who 
law© the potential far e successful career la the intelligence field. 
Can did a tes are not recruited against specific position reguirasto 
hut against way high standards of academic achlcvmetrb. The basic 
ihgrnilents of an acceptable ca n d id a t e ere youth, high intellectual 
capacity, excellent character and psychological suitability. To tills 
has been added the factor of physical fitness In hacking with the 
philooofphy that overseas duty is m aleaaart of the career 

dcvaleptaent of a wall rounded Intelligence Officer. 

b* A few candidates hare bean se l ect ed from Agency a^playece 
already on duty but the sain rearuitaent effort hen been directed toward 
the graduate end undereradiiate schools of the country * 3 best colleges 
and universities. A ’spotter" cyst on has been established which uttci^B 
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to utilise t be service# of selected staff aesfears of me&euLc institu- 
tions to observe and reocxswad outstanding students for consideration. 
The spotters are usually deans or d*B«rtnaBt beads and about forty of 
then axe enployed on a oonawa.tawfc basis, receiving ocqpensstion only 
their service# areseqpirel in Wellington She wetter ayetoa has 
had little succese and the profasslonal recruiters of the Office of 
Personnel have accoun t ed fhr wwfc of the accepted candidatec. 

c« Recruiting for the JOT Prognse la wmfim difficult by the 
vary high standard# which have boon established. In an effort to 
'skin the era— T* of outstanding student*, the recruiter is in direct 
eoagetltiaa with other Ooveraomt eganeiae and with private enterprise. 
Coepetition is severe and the recruiter wot o w nca aa the handicap* 
of the greaetwr financial reaasda eg industry sod the assy und e s ir able 
aspects of public service. Bcmever* these Is « ec sg snsgtiag factor. 
Recxwiting against standards provides * broader base for s el ec tion than 
ia pacsitted by the na rro w restrictions of a specific position require- 
ment. She recruiter is not under the traaaaadous preecure of finding 
the right mu haring ell the speoialioed salifications required for 
a Specific position. 

d. Supplementing the eele et ion prooesa , a pre3.iningry screening 
of candidates is perfdvsnd in the FiaUL After the initial interviews 

ft 

have been oanpleted the selected c a nd i d a te s art given a battery of teste 
designed by the JOT Division as an aid to the final dstexsiastiorc of 
the candidate's suitability for acceptance in the firogneu The tcete 
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arc evaluated in Ssaaquartore w! sere the •oroco iog process is coc^icted. 
The Field oereaoiag method la coral Alfred to he satisfactory and has 
served to limit the auefbetr of candidates brought to i/aahingtoa for 
aeseesment at a ocnaldarafeie saving of tine end expanse. 

a. Since « large majority of the students ere eligible far 
m ilitary service, the JOC' Pro0rwa has mde provialoon whereby accepted 
candidates can serve in a mili tary co mp on e nt undraf ovorable conditions 
for a ndajaaga period at time after which they fulfill their service 
obligation under a military detail rairitiramwt with the Agency. The 
Bhcarteoed period of ‘troop duty" rad the sdraptage of being assured 
aa opportunity to acquire a oewsteaten has become an attractive induce- 
zaaot to acne candidates who oc pa jflc r it m easier way ho periartt their 

j! 

required military service* Zt is susc e ptib le to ahusa as already 
aeerae K a nsfcqd. by trainees who have aompted Its tmens without any real 
intention of making a career with CIA. (See Section XXX.C*, i^e 16. ) 

f . There has been a te ndency to place more emphasis on recruit- 
ing In Eastern universities than those in other ports of the country. 

This may bo attributed in port to the ccxsreoienee of these universities 
to Urahington, the s o n cq tx t ratlcu of a larger amber of major universities 
in a relatively small area, and a higher radio of success in recruitment, 
vjfaa&ever the reason, a continuation of this tread is apt to result in on 
la r di wr irahl a tcto a l a no e among the Agency's future tap officials which could 
impair Its effectiveness. The prosecution of this Agency's activities 
deser ves the broadest application of all of the wraioua educational 
philosophies and regional, mores r epres en t ed by academic institutions in 
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all parts off the eo usfcry. A greater effort should he node to recruit 
candidates from universities In the neat and ndd-wastem areas of the 
country. 

g. In «idltlQia to the high mnAmXe standards required for 
candidates selected for this Pragma* it has been the policy to require 
that they also be qualified for special intelligence clearance and 
’unlimited overseas duty.," Shis policy* while sound free the viewpoint 
of the concepts of the Prc^raa as promptly constituted, is too 
restrictive in that it eliminates fan consideration otherwise acceptable 
candidates who because off close for ei gn affiliations or minor physical 
defects ore precludad frees participation* 

2. Training 

a. An essential almwit of the JOT P r og m m is the principle ^ 
of training before aiwiguaent to duty with an operating ccsqponent . 

After the candidate has w a tere d on duty ha is given a series of train- 
ing courses designed to give him « thorough indoctrination in Agency 
activities and skills. 5S*ie period of fonmaliaed training varies with 
the Individual but usually lasts for approximately 15 weeks, m oa.x- 
instances trainees hare been selected for intensive area and language 
training in which case the training period nay last m long as two .years. 

b. While attending the training cours e s * the trainee is under 
constant observation. QLs wort is evaluated by the instructors and 
reports of his pro g res s are si&xstttoA to the JOS? Divleiao. Ihese re- 
ports together with the results off the psychological aeseemeot aai a 
series of conferences and consultations with the directors of the JOT 
Program form the basis for the trainee's next step; his assignment to 
a functional unit of the Agency for on~th@~Jdb training. 

-32- 
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3* HggBgjgatfe 

&• 2a asking the initial aawtgmrrit the directors a£ the JOT 
Prograt a take Into copatdtHrgtlon the aptitudes red desire* of the trainee 
and make every effort to place him la the moat suitable position. 
Arraaearaente are made with the aap g cg a rlgfce supervisor to take tlie 
tr ainee Into ’"rgwr r’ Ti it 4 *" 1 *- Itar a period cf rv r« w thro e to twelve 
twn fh w to give his ah dSO r U mity to lta functions by partici- 

pating in them This method of a— ign m aat on a trial basis benefits 
both supervisor sad trainee. During this period of easl^ment the 
trainee prepares progress reports at repdar Intervals for the JOT 
Hi vision. The supervisor also arirndta reports to the JOT Division 
describing the trainee’s activities and evaluating his performance. 

Both of these repeats are prepared in narxtstive fbm which keeps t hem 
from becoming stereotyped and hence hors valuable. 

b. While in the Jcfo acsjgnm a afc , the trainee remains an the T/c 
of the CEB. This provide* the JOS? E rogra a with the ability to moke 
assi&saents and zrereigteeabe without the need far submitting to the 
time consuming delays of anrnal administrative processes. It also per- 
mits the asei g aae nt of trainees to any component without, regard for 
the llxaitations of personae! castling*. This method provides the JOT 
Progem with unusual f laa rthlll ty and mobility in writing aseigoaeaxte. 

It is, of course, sifcject to abuse by riurtsighted supervisor® who view 
it as a means of acquiring a high calibre employee at no cost to hfet. 

It also tends to become a item of jndmrnaliaB in that the trainee io 
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not exposed to the ccn^etitioo. of hi* fallow woarlncv and can always 
retreat to the shelter of the JOS P rogWtt and raanalsn^eat 

if the situation ie not to hi* liking* 
c. Deficiencies 

1. During the survey, several specific deficiencies in the jot 
Progran were noted which should be ooBWlrterad taod corrected in con- 
junction. with the Progroa wpanelon *a outlined in Section iii.d.. 

Page 21# below. They are on fall ewe: 

*• Despite the else# extent, and general success of the JOT 
Progran egad the ffcet that it* concept* end cs>ertrtian are wall established 
and known by top executive* of the Agny, no official Agency statement 
of policy, purpose or objective* ha* ever been published. As a result, 
the Pragma la not wall known nr apfla ra tood by the anjority of Agency 
unit heads and supervisory p g w pn d . flacacwnt of trainees has, 
therefore, been u*ane©«w*rtly dif f ic u l t and that effaotfvenees of tlie 
Prc@nn he* united for this mama. 

It 1* r occc pw ad ed that: 

The EfD/s instruct the Dd rcctq r of Training to prepare an 
Agency regulation def i n i n g the purpose* and objectives czf the 
new expended "Career Man aga a eg t Progrsa (formerly the JOT 
P r og rasi), establish it* scope, *ad Agency responsi- 

bilities for it* confbaot a* outlined in Section 1114). , fnge 21 , 
of this survey report* 

b. The Director of Training, in coordination with the Director 
of Peraoanel be* developed * group of oaneultant potter a in various 

last! for use in tlie selection 
of likely candidates for ooewideratioBi in conaoction with the JOT 
Progra© (Section m.B., Bags 9). The o aaccpt unJerlyirc the use of 
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such ccsQsultartts is sound, but this survey revealed that they have 
been relatively ineffective, The majority of JOT candidate# have 
been selected as a result of the activities of prafomiaaea Agency 
field recruiters maintained by the Office of Bttroannel. Although 
the consultants are esM&led annually la Was hing t on far briefing end 
consultation. It is aepareat that they have not bean properly orient od 
as to their functions. They app a r en t ly co n s ider thcpoelvos as "re- 
cxnii tars’’ and not ’‘spotters.'’ As a result they have not prwided as 
n»ny potential candidates as they should. Ibis my result fraa the 
strong €E®toasie on quality of oandldstse that has been inherent in 
the Progress sines Its inception end nay soli be oarrected as the Program 
Is aapoabad end $%Uflca£lons broadened to ful fi ll a greater pro- 
portion of the Agency’s professional per so n a e! needs, itower, cor- 
rective arieatation in this respect Should be wstertoken now os a 
preliminary to expansion of the fiogneu 

It is reccsoMndsd that i 

Subject to app ro v al of the reogwasmflstions in this report, 
the Director of Training prepare a written brief for these con- 
sultants viiich will define their functions in detail. These 
instructions should be supplemented by specific briefing at the 
next Washington meeting of the osnsuLtaats. 

c. Based on interviews with JOT trainees and 'graduates held 
during the survey, there is apparently a leek of uniforatty in the 
information given then during their initial interviews with Agency- 
field recruiters. Many of them coaplalnnd that they were not even 
told as much as is contained in the Public Leaf es t ab li s hin g and de- 
fining the Agency's mission. Others complained that the Program as 
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presented to thm w "ovaroold'' in that it did not pretest a realistic 
picture of Goveoessaeazt e gjftoynwiyt in pw«L «d the personal sacrifices 
incident to c^tipaaot in • "super sensitive” isUni^nw agency such 
as tbs CIA- the ocuanam of these mA ainUar nowwrita led to the 
cooclusioa that there is « definite need for the p re psn s fclop of unifore 
standards to gover n the Agsoay's field recruiter* in their approach to 
prospective qgg& qyaas . 

It is reocBawo d ad that*. 

She Birector of training sod the Dimeter of fwreonnel jointly 
establish uniform written staa d ar da to govern the recruitment 
approach to pros pe ctive axployeee. 

d. During ita eatetenc* ttaa JOB? ftt ag na a has recruited and 
inducted a total of 9? n&Utary trainee*. Of this total 36 (in cl u d i ng 
those who did not reoedv* 0CS wdsitoi) have either felled to f ul f ill 
their obligation to the Ag e ncy to aosapt civilian status or lucre dropped 
out of the Pragma for other re as o n s. Sham ere tse> factors which 
mitigate against continuance of Agency sp on sor s h i p of military service 
for JOS trainses* Oas is the p ossibilit y of aarlous esfcarrassneirt in- 
volved in the possible charge that the Agency is assisting young men 
to avoid the military service draft. It Is w psrmo t as a result of 
interviews with JOT train***, that sene recruiters eEgOcyed the Agency's 
military sponsorship pragmas am "bait" to lad luce them to accept employ- 
ment. The other involve* reooflp&ttcm of the fact that young college 
graduates In the age group of the JOE trainee* undergo substantial 
metamorphosis firing military service which way, and app a r en tly does, 
(based on the attrition rata) change their original activation toward 
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Govesrooesit esplcyswnt. This aspect of the Program Is ooneMered 
basar&ous and isQrodug&ive end Should be S bnUsh e rt . 

It is reoosttca&efl that; 

©e SCI direct that Agency raonaorebS? of the Military service 
of draft eligible JOT(«s«Stiasfcaa/be tendnsfcaft; if such termina- 
tion Is not approved* then Agency recruiters should be given precise 
■ad decisive Ins tr uc ti ons that such aponaorshl? is not to be con- 
•idsratf. «s a reward for accepting Agwaay «n©iOQ«txt. 

l. 2tli believed that laorstesd fghasls ebouM be given to 

> 

the roevuitnaot of individuals of aywCaurnalsn origin for participa- 
tion in the Prognaa. She pre s ent caqganaion of intelligence interest 
in areas of Africa and Southeast ini* would appear to indicate & 
future need for such p erson n el* fte l e c t i o n and recruitaent in this re- 
spect should be carefully planned and basad on a clearly defined need 
vitb paries' consideration of sll f ac to r* involved. 

Xt is * **$ —* saadad tha fci 

3he Director of Gaining p la ce twnr ans nrt ap h a sia an the 
selection end wwu tlasBt of ncsHChmsslan. trainee* fear inclusion 
in the F r o gns a j such action to be predicated on clearly es t a blished 

f . The present JOT Division la the Office of Training has done 
an effective 40b of plaoaarot considering its relatively small else and 
the fact that the aaBftwni of the Division do not have as extensive a 
know-badge of the Agency, its organisation and operations ae they night 
ham to be of —art am effectiveness. One of the noet important aspects 
of the Program has bean the career counseling, guidance, end placement 
of trainees on an individual basis. She pr eaa at Division has been um&Le 
to prov ide the degree of attention to cadi tsainee spd has 
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experienced difficulty la covering all of the away poss ible placoaent 
offipoortisoltte* for training in Agency coK&oaettts. It bee been unable 
to develop flra plecaaent/trainiag appartunltie* and has had to defer 
isgrovonent end aodi float laag of the Program wh i c h are needed. OSie 
fanagodog is not Intended to derogate la soor war# the ’yocBShUke 
effort on t he pc— ant Oirisioo, tut is intended rather to support a 
need for reinforcement which is recognised by the Director of Training 
and the uaatoer* of the JOT Division. 

g. She JOT Pragma as presently constituted is sot based on 
the specific per so n n el needs of the Agency, ft is instead a general 
recruitnerat prograa designed to «feta&n outstanding per nonasl for 
training and ultiaste plssaant in ftdflUaat of needs vhich are not 
clearly established at the tins the individual is recruited. Skis is 

m) pfy 

not to [ijafcrj that the conduct of the f r og gg a has been derelict in that 
it has not been designed to fill specific position vaeaaet se since such 
a policy would detract tram the Sfeopm's essential oonoept, namely titc 
assignment of personnel based on t heir b ack grou nd, ta s pew sscM t and 
aptitude. However, it is believed that the pr es ent system of placoaeait 
Is too ‘’hit or miss and depends on the tenpeanatry needs of ccB©aaento as 
apposed to a scheduled progna based an prior study of the professional 
per sonn el requiraaents of each aajor Agency roagraimt. resulting from 
nocasl attrition, therefore, this situation s h o u ld be corrected by 
careful forecasting by the Office of Personnel end the O f f i c e of Training 
of the projected professional pe rson n e l needs of eseh Major Agency coo- 
Such forecasts would then be available to provide a general 


• 18 ** 


Approved For Release 2001/08/10 : CIA-RDP00-01458R0001 00070007-8 



Approved For Release 2001/08/10 : CIA-RDP00-01458R0001 00070007-8 


ftwwwrlt to gran the recruits** of caalidtaa tar % his Pro sma. 

teas of the camutlcii roiirnwmi «ii in rnni i TTT _ 

' M » Section III.D., Page 21, 

It 1* <n*<avla*ad tM reorultnent of candidates sill be broadened to 

tnoluie the welfic Iw>*M»lonel personnel of all Aeeocj 

tax m e q pti el element of such « ftwawt would be the 

^ eotobUttnot of . epeeme «otn for SMh of tin. «Jar Agency ooo- 

• ** »»*<* *«*«*led cwdlnentions ort^ Beae ehouM 

be ertabttehed by the m/s (Mreetow of Inai an anming) ^ 

ebouhl bo directly Br<®orUoMt. to the jmfeeeloml attrition ntte. 
of each consonant. 

It is reoemneoded thntt 


omiiimiifju r. f t v. tu aiaeae to of the three aajor 
M^c^ts^the Aemiqy, i.s., X»/p, Eft/S Ml EO/l; **± 

te directly proportionate totite i + 

tritim rate of endhcSSSwU^ PP0*h«i<»aI «t- 

h. Interview. With a retreeo mnl lve ctoee «cUoo of jot 
t«l«*. during the survey revealed that one of the rwg,... j, lncllxll 
deficiencies le the* unit supervisors « tee oft* u^r^nred tor the 
* « *«*« I* that they h«™ ** jOwort « ^d fto tmla . 
ins ochedul* end eve often uetle to daKn. thooe specific aepetta of 
their writ mem tel toawu rounded femUdge of their activities. 

It le believed that thle deficiency «1U be corrected by the .-ten-, 
mat end issuance of Agmay policy relative to e carve* develcsennt 
Imerm ot this nature end the resultant education at unit nvaratoor* 
throu * 3hout Ageoqy cccgwneafcs. 
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1* One of the meat uuforUMte aspects of tfae present JOT 
Tvagpm 1 b rsgr granted by the fhefc that the sound basi n of activation, 
norale awl career intero**. ends when the t rainee leaves the Progress far 
hie ultiswfce aeelgrpamt. Ob hate been oetrafally guided and counseled 
sad isfaued vith the philosophy of career develx&naat. At the present 
tine, due largely to the imffeet ireasaa of the igaacy’e Career Service 
Prcgraa, there in no fOllow-t© or phaming for farther development oa 
a long ranee hneia. 

j. fha Agency an a stool* (individual components and wait 
supervisors) has been guilty of ion* abuse of the JOT Prograea. Many 
units larva been guilty of requesting the aaatjpBiwnt of JOT trainees 
to fulfill teeg o r ar y priority needs. She aaa of a JOT trainee in this 
respect ba n >»— * particul ar ly attowt iw *t»v thasa aasl g ao ect s do 
ac* aatagfaer T/O position vaoaadea of the unit involved. Qtls abuse 

has beau particularly noticeable since the lartaat T/0 ceiling restriction, 
lbe JOT JOirision ahottld devote sore gthnMoi to anLtoring this situa- 
tion nod recognise sueto ebusea when they occur. 

k. Under the present JOT P tc gti there la no clearly defined 
raariaaaa period of trainjr>g although it la gnaw rally accepted as being 
of about ta»o years duration in the dimn of gpaoiaUsfd training such 
as in unusua l foreign languagas* Hha of the eat abl 1 ahneg t of a 
naxigwa training period has tun undesirable affects on the trainee. 

Cue la the strong possibility that eons trainees aay elect to retain 
the nobilit y and inherent f reed on in the TV agaga beyond 0, com- 

aenaurate with the spirit and jhlloacgty of oaraar davalopaent and time 
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becaae 'professional trainees." The other Involves the danger of 
nnfaus p«tan»llaBi on the part of warn trainees r epr esent ed by an 
attitude of "you do It Car wr" as oppo se d to the exorcise of a de- 
sired degree of Individual initiative. 

It is rmmmrtfaA that: 

The Director of Training, on the basis of factors gained 
during the conduct of the Prograa thus tme, eatahlleh & raeprtisusn 
period of trainix® with the option of «*&«oadon,to aceanraotfate 
training in nrmwaii foreign largnagw or specialized area 
orl e ntat l on . 

D« e*ppf^yM8*.oa 

1. ReflMltS Of JOT ftTOBETMB 

a* In • relatively short period of tint the JOT Pragma has 
achieved remarkable results. It has provided the Agency with acre 
than 182 career asdoyees of e x trao r d inary talent and le a der ship 
potential with still mare In process of recruitment, selection and 
training. It has not only d e w ongtea ted the f e asibili ty of planned 
carcar devolopicaat but how Iden tifi e d the ftatora that make it practl 
cable. The principal festers which hare contributed to the succcog 
of the Progress are: 

(1) Recruitawct aaadagt dearly defined standards and 
selection by a screening process which includes an agggagaont of 
attributes essential te Intel! laenoe work. Experience with the JOT 
Program has shewn that trainee**, la addition to their outstanding^ 
intellectual capacity, possess personal <dauract«rlstics which have 
earned the respect of the:Lr col lea® sue and supervlsorc. In this 
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respect, it 1* quite apparent that the (HR ha* Acne a resarkablc Job 
la the testing and nuto — gwwt ass — mat of these in- 

dividual*. 

(2) safcgai in gggftM *gg*g 

end ultimate plaoeoeofe detemiaed by }g^SBESSS&l ^hghcter, teggera - 
mt&t aptitude sad aanaB str s l ed gwrfbg ng age. trainee# found their 

"niche'’ on the first Job aaslgrswmtj others tried too or even three 
before finding the a so lgnrart thst astisfled both desire and ability. 

All subscribed to the etas&sgas oat indoctrination by foarnal training. 

(3) nstdllty during the tawstelsg period. Because they 

are carried on the T/G erf 058, trstnsee can to rotated Crocs one on-the-job 
training saslgieant to another or hack to a formal training course. Rile 
pomita broader training by aagpearlans# In a al a cte d asslysmte or the 
(gulch withdrawal of « trainee who has be a n given an inappropriate 
ladgant* 

/l) rm infill nr and fig vMuitt of careful 

observation and evaluation during the training period Cam the beck- 
ground for frequent consultations in Shiah the trainee Is made aware 
of Me deficiencies and is aided in their c o rr e ct ion. Use advice and 
guidaaoe of an i nter es te d but oounselnr Is invaluable. It 

is a algal ft cant factor in arriving at the best placement for the 
trainee end contributes effectively to his novate by donsnstrating that 
the Agency is interested in hi« as a person as wall os as ee&lnyee. 

(5) teennstretion of a awwtioal seane of recrultoecrt . 

Sons positions in the Agency require specialised talents which cannot 
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be demloped within the frwaevork of a training program of manageable 
slae. aecaruitnasnt against several level* of standards Jould supply 
txmt of the Agency’s professional p ers o nne l and relieve the recruiter 
of of the pressure of the need to find the right nan for a specific 
position. 

b. The JOT Freer*© has given real meaning to Agency Career 
service sal has put into practice What has previously been theory 
or food hope. It has bean in eactatanoa for leas than five years and 
is still faced with a metier of difficult problems. However, it has 
taken the first concrete steps toward the deveXcpaent of a wound 
pragma of planned career devalopuamt and effective personnel aanage- 
raest. The knowledge sained hr this eager* 1 "n ee 4 xmM now be applied 
on a broader scale so that the Agency aay derive the maartiam benefit 
from the aecxcgliataaats of the JOT Un og r s w . 

2. Obdsctives of the JOT Pragma 

a. while the purpose and objective* of the JOT Pragma have 
never been clearly defined, it can be stated in ©sacral terns that it 
is designed to provide capable, experienced intelligence Officers to 
meet the Agency’s future needs in senior positions. The very high 
standard,;; of acceptability were eetSblished deliberately to ensure 
that the candidate* had the cupmslty for perfloscnanc© at a ixlgh executive 
level. The Pragma also InooEpomtad the wans to provide every oppor- 
tunity for the thorough development of the tal ents and skil ls required 
of the individuals who will be the Agency's future leaders. Ti e iragram 

hi £\i' 
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h&s not yet reached Its ultimate objective but its aroogpril ab sents 
psrc ms that it is pointed ia the right direction. 

b. Other effort* hew been made to develop a career procraja 

in the Agency but they h*ve met with little success. T he Career Jervice 
Progem- has node a Halted oortxlb u t ioo In the fc ar a of acre uniform 
policies for erf but this e w fa wlei has been 

completely ineffectual la career dsreiccBant. The purpose of the 
Career Staff ranine u ncle ar cod thue far haw only succeeded in 
identifying those employees «te bare eagaes a ae d a willingness to ac- 
cept permanent esg&aymaat with the Agency. She Junior Career Develop- 
ment ProgruiB sponsored by the Office of Personnel has been unsuccessful 
and is Inadequate in that it requires the employee to produce the plan 
for the development of Ms cm career* 

c. Hie objectives of the JOT P r og ra m earn sound and attainable. 
They are limited in that they haw been aimed at fi ll in g only about 

10 per cent of the Agency 's future n ae da and 15 or more years will be 
required before c ur re nt trainee# can be expected to attain executive 
positions. Lower level and more iamdtate needs ere Just an vital. 

The JOS Program should include In its objectives the supplying of all ^ 
the Agency*# needs Id the professional categories with the exception 
of only a very United metier of unique specialists having qualifica- 
tion# which cannot be developed within the IMtstiaa of a practical 
program. To accomplish these objectives, the JOT Pr ogram will have to 
be expanded a nd aceetot modified* be d one slowly and 

in two distinct phases. 
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3- gbttjge 1 

*• Before say amt plan is adapted* 13* dgaaey'B personnel 
needs tauxt be xxre dearly defined, toewing that the Agency main- 
tains its present leva! of sqploamai the principal need will be to 
provide for the loss of professional personnel ter attrition. Based 
on etatigfcioa furnished tqr the Office of ft g s oaa al , the current rate 
of attrition in all professional categories (grades OS-? through G3-lo) 
averages 730 per year. Loanee la the "aidrtla nam a gewen t** echelon in 
grades GS-13, l4 and 15 areragec 05 par year. This includes the aenior 
analysts, senior case officers, secti o n end branch chiefs, and senior 
staff officers. The greatest losae e occur in the subordinate cate- 
gories of grade* G3-12 and below where the cu r r e nt rate averages 636 
per year. This establishes the level at which recruitment oust be 
accoagdiehad. The attrition rates used hare are based 00 actual 
separation experience end will serve as a golds tear iMBSilate purposeo. 
So forecast has bean edtaogted based an an analysis at age groups wliich 
may affect future attrition rates. 

b. Tto expan d the ftrogrwa so that It Bay supply all the needs, 
the base of recruitasot aust be broadened. The present recruitment 
standards for top level personnel should sot be changed but additional 
lower levels established which would be designed to provide the in- 
dividuals best equipped to fill the adiWe and lower categories. This 
would not increase the work load for recruiters hat should mate their 
Job easier. Many of their c an didat e s who do not safes the grade for 
the tap level are more than adequate for the lower levels. 
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It is r oocrarae u dod that: 

The jOdrcctor of TraiMag an 1 the Director of Pireanael 
jointly develop tentative forecasts of the proffessicmi per- 
sonnel needs of each of the three osier Agency c oiyaraT tB and 
that this forecast be used insofar as possible to gorcrn the 
fixture recruitment of JOT ceattdatee for an s s ga rflM career 
development progns* 

c. ihs p ros sat f/0 for tbs Jtff Rropwo consists of 100 position 
vacancies all of which are sow filled or encuBtoered. m addition to 
approving this personnel oedilh g for the P rogc m , the EDCI has 
authcarised the tcsrporary double slotting of JOT graduates to permit 
their permanent unnlgimsnt to qpesatlhg ocop o nsafe s os soon as their 
training period has been conpleted. Itoder the sa po paton envisaged 
in jfhase 1, the T/O now authorised the JOT hrogns should he enlarged 
by 100 positions to s o &csHiodttts the increased ow doe r of trainees, with 
a continuance of the double slotting suthcrifictian. This new t/o 
authorisation should be reviewed at the end of six months to detemine 
its adequacy with relation to the recruiting rate attained on the ex- 
panded basis* 

It is r e <x »wanfl cd that: 


T3ae Director or Deputy Director authorise an increase to 
200 positions of the 100 posi t i o n T/O now authorised tlx; JOT 
FrogroEt to acoonrodatc the Increased tsswhrr of trainees, and 
that the current arraagaaenfc for the te m porary d ou b l e slotting 
of career graduates be continued. 


d. The process of psychological sseesaawct sad counseling 
be applied to all recruits entering on duty under this .rc^ram. 
This will not only serve to golds the training and initial aesl gnsent 


of the trainee but will aid in Ms evaluation for future actions. To 
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absorb the added work load the T/O of the Asssssssnt and Evaluation 
Branch, 0531, should be i acraasad by two pa ng fsss&o nal nad one clerical 
positions. 15ie Increased couaeeliag and guidance services caused by 
the expansion will require three mt xirinffi—lrinnl tire* tn additional 
clerical positions in the JOT Bivlaioa. Bn 1^0 should be increased 
accordingly nod the jpsfiiisstnrafl positions should be filled if possible 
by Individuals selected, cue each fieoa DD/l, EB/8, end bo/p to provide 
1BOBF0 ft of OQMQ^O8)fl3S^0« 

Zt 1 b sfimwiM ttett 

1. The grnmt T/O of the JOT ahflsfaB la OTO be increased 
by five positions, three individuals of pro f e ssi onal grade to 
be aaleated from the offices of ths SD/S, mf P and ED/I an the 
heals of their experience and fcaas&Sdae of these cat goneuts 
the rssefnlng two to provide nsesssssy elsrlcel support; 

S. She pr ae sit T/O of tin Asesasneat and SntiUntion Branch 
of CBS be increased by two ysfe ad esa l end cat cler ica l positions 
to absorb the added week load* 

a* Bn present Method of pheoasgnt be continued » It 

has all the aerita of a sane, bmmm aysten of suitable assigroeat 
based on a oonsldasvtlcst of yii ********* »n*»t 1 > factors of background , 
aptitude, ta egcgaa act and Ability and its to all new eu- 

playcee will materially reduce the n ariber of asgnrstlans caused by 
adsasafgasagt. As a natter of sound principle, the Batching of 
peraonael to positions la a function of the Cffloa of Feraona&l but 
that office has not densnstoreted an ade q ua t e eoqpetenoe in this respect. 
It is anticipated that wider use of the nsthod of asaigwnt devdopod 
by the JOT Pragma will eventually put an end to the deplorable 
practice of "dropping" personnel folders as a substitute for effective 
plaoanssit. 
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f. The lack of success af the Junior Career Development 
Program &R peers to vamsat its teminatlraa. Personae 1 already on 
duty who have not had the advantages of the JOS Program should be 
Given equal opportunity to develop their careers. Xa fact, they 
«hr..ia be given preference over new recruit*. She Junior Career 
IX 2 velqptaent Program should be abolished end its career Aevelopaeat 
irLseixn absorbed by tbs nspandod JOS Beogranu 

It Is recce** ended that: 

She Junior Career XteveXepaeat B regma he teaxtasbed and 
its career develoaxsaot, nieetan gMMKfced by the expanded JOT 
Program. 

g. Under the brendsned cenoept of the functions of the JOT 
Pragma, the mm is no longer 0 HW 3 ?ri«fce. She Pragma now applies 
to all professional personas!, 'Whether Junior or senior* end ta>eo 

on the aspects of e realistic career dsrraXcpnent and personnel mnage- 
meoct program. It should be rmsmed the Osreer ^naerv.trnt ProgrtBa end 
the new name adopted by the JOT Division in GSR. 

It is reoCTamended that: 

She present JOT Irograsn be remand the Agency '’Career 
MonsgcEoent Progrwa'’ and the new non* be adopted by the present 
JOT Division la OCR. 

4. Phage g 

a* vasen the first phase has bean in affect long enough to 
r mk*> the necessary adjustments and 0®R has* by eaqnrtacnt and experience, 
lajdansated nod tested its provisions* the se c o nd phase should be 
initiated. Ideally this should Involve the me rg e r of the Office of 
Training and tbs Offices of P e r so nae ! into a single cmpanBet under 


- SB - 


Approved For Release 2001/08/10 : CIA-RDP00-01458R0001 00070007-8 



Approved For Release 2001/08/10 : CIA-RDP00-01458R0001 00070007-8 
the of a Director for Bawonnal and B r a ining since the 

fuaetiooB of recruitjaesit, training and ult Urate placoaent on the basic 
of perfo®OHB(©e and aptitudes are Inseparable vhen viewed in the light 
of mi affective career aanafflnimfc proflWP* foalr consolidation under 
a oaotgaUaed control will pewit better coordi n a tio n and provide the 
Agency with an iaproreft personaol wm mgtmat pro&an, However, ouch 
ccnseOidatiaa should be subject to m *S**Lsal by ths inspector 
General the s** 006 * 0 a tt ai ned by the 081 during; Hast 1* 

b» At the xr ^ fw figjfc tine# the Office of fercoonfel is responsible 
for recruiting candidates for “Use JOS' sspegnaa aftw* the guidance of 
the Office of Training and according to the standards it has estab- 
lished. Sre preliminary testing sod •creeaiag is perform by the 
Office of Personnel but the direction is supplied by OUR* Bv. ad 
s^aistxtttive details of deoasanoe SO* entrance on duty are attended 
to by the Office of Personnel but the osaesaoeOb end initial dotemnino- 
tiotw of aptitudes are conducted by OHU The training courses art 
developed and adninistersi by OH end the evaluation of the trainee V, 
pcrforacncc is included, Counseling and guidance is nasally an office 
of ftsrsotmel function but for the JOT Pro®ra» the responsibility l»c 
been relinquished to OTR. She priviheee bos been given to OH to 
seOse assignments on a trial basis for the purposes of the JUI Program 
only. All other asei&Baants are b a ndlnd by Personnel. Hie pcrfomonce 
of these interrelated functions by two s e parate offices is inefficient 
and ueuld become inparactioal with the added responsibilities of the 
ejqpaoded career development program as developed in Hsace I. 
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c» 33s» oc*iaaliifi*tcd Office of Personnel and «i>w*iw<wg um 
a hk£ degree erf sdoiaiatxafciYe tkUl sal it* director should 
be provided with tw> a s sist ant d±re«r*oro, cos for i^acBoiauel arfi another 
fca* Training, Within thie ccnponont the Chreer Managmeat Division 
•houM be elevated to operating division status and assigned coe&lctc 
responsibility for tbs Career Sev an , n p —nt P r q g rw a inclujiag recruit - 
aant, mamsmeat and evaluation, consultation «d guidance, and place- 

* j 

nent of oil career persaaaal. It sh oul d be responsible also for 
initiating a prog r am fOr t wnhwt.t n g tbs advanced stages of career 

V 

develcpaent* 

It Is gecnaaciid a d that: 

ct to * reapp ra i sa l of the effectiveness of Phase I by 
2* Inspector General, farther expa nsion of the Career ifeaegaraat 
Prognat be c ons i d e r ed m fallow * 

1. C on s olidat ion af the Office of '-grata! md the Office 
of Personnel into .one central Cffio* of mr so B inel and staining 
to be headed by one director with deputies fbr its two principal 
functions* 

0. She creation of a Career htasgaaeat ntvisica in the new 
offiee to am » responsibility for mil m&msU of the Agency’s 
career a a oagaaea t function including recruitaent, psychological 
o®s€»soient end evaluation, consul t ot Ion and guidance, placeocnt. 
and aubee<juerrt career devolossmot* 

d. Since it is ccaita^latsd that this am sod espendod proGram 
vUl ultiaately provide professional pwsonaal la fulf il w . of Q 
majority of the Agency’s needs, it follow* that there should 

be saac relationship between its anthorlaed T/0 ad the Agency ’ a at- 
trition rate for professional personas!. Detersdmticn of thio rate 
will depend an such factors as the rate of reraruitiaeat. Agency T/o 
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ceilings, and fluctuation in the Agency's attrition rote. However, 
it is believed that initially, the l/o tor the Career Jftmgaasat 
Pro^ma should etzual 50 per oast of the Agency average annual rate 
of attrition tor fcafetaiooal ge reo c pel with the expectation that 
it oan he increased s* the enlightened concegts inhered in the peragrea 
exert their effects on the Agency's over-all attrition. 
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